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fifty	marked	 a	 turning	 point	 in	 Serbia.	 There	 are	 different	 reasons	 for	 and	




The	 participation	 rates	 in	 employment	 for	 women	 over	 55	 have	 been	 de‐
creasing	 since	 the	privatization	process	 started;	 In	 addition,	women	at	 this	
age	 group	 are	more	 likely	 to	 be	working	 part‐time	 and	 on	 lower	 pay	 than	
older	men,	 factors	which	 contribute	 to	 low	 late‐life	 incomes.	 The	 question	
about	 women	 over	 55	 and	 discrimination	 against	 them	 gets	 on	 most	 im‐
portance	in	Serbian	society	because	their	number	is	highly	increased	in	the	
last	 ten	 years.	 In	 some	 parts	 in	 Serbia	 women	 50+	 are	 participating	 with	
more	than	50%	in	total	number	of	population	(	for	example	Crna	Trava	).This	
data	 is	 an	 argument	more	 that	we	 cannot	marginalize	 so	 great	 segment	 of	
our	population	and	find	solution	for	them	to	be	better	integrated	in	society.	















psychological	 and	 physiological	 differences	 within	 age	 discrimination.	 Age	
discrimination	 is	 also	 a	moral	 issue	as	well	 as	 a	personal	one	 for	 everyone	
who	 expects	 more	 birthdays	 ‐	 but	 it's	 also	 a	 serious	 issue	 for	 businesses	




physically	 active	 than	 their	 youthful	 competitors	 (Riach	 and	 Rich	 2006).	
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companies	 displaying	 the	 most	 positive	 attitudes	 (Berger,	 1999).	 Until	 re‐
cently,	 research	 into	 the	 redundancy	 and	 job	 search	 experiences	 of	 older	
workers	focused	primarily	on	the	early	retirement	and	exit	of	male	workers	
and	 tended	 to	neglect	 the	experiences	of	older	women	(Duncan,	2003).	Re‐
search	also	suggests	that	older	women	are	frequently	perceived	as	both	less	
attractive	 and	 less	 competent	 than	 younger	 women	 (Itzin	 and	 Phillipson,	
1993;	 Loretto,	 Duncan	 and	White,	 2000).The	 importance	 of	 appearance	 in	
seeking	or	maintaining	employment,	particularly	for	females,	has	been	noted	
in	 the	 literature:	 "When	women	 attain	 the	 symbolic	meaning	 of	 'physically	
unattractive'	(to	men)	they	may	be	pushed	out	of	visible	areas	or	forced	into	










ertson,	 1998;	 Roos	 and	 Gladwin,	 2000),	 male‐orientated	 ideologies	 often	
prevent	adequate	recognition	of	female	contributions	and,	in	some	instances,	
do	limit	their	participation.	In	some	countries,	women	are	subjected	to	nega‐






cond	World	Assembly	 on	Ageing,	 2002).	 Those	 older	women	who	 grew	up	
when	the	male	breadwinner	and	female	carer	model	of	gender	relationships	
predominated	may	be	particularly	vulnerable	to	the	effects	of	gendered	age‐
ism	 within	 the	 workplace.	 Such	 women	 were	 often	 socialised	 into	 leaving	
school	with	 limited	qualifications,	entering	 traditionally	 female	occupations	




However,	 the	 finding	 from	 more	 than	 100	 research	 investigations	 is	 that	
there	 is	 no	 significant	 difference	 between	 the	 job	performance	of	men	 and	
women,	 older	 and	 younger	 workers	 (Warr,	 P.1994).	 In	 this	 context,	 some	













The	 first	 time	 experimental	method	was	 applied	 to	 investigate	 gender	 dis‐
crimination	in	employment	during	the	1980s	by	Riach	and	Rich.	Although	it	









ines	 the	views	of	older	workers	 themselves.	Because	of	 that	 little	 is	known	
about	the	subjective	experiences	of	workers	aged	55	to	64	who	are	searching	
for	employment	or	re‐	employment.	The	research	methodology	in	this	paper	
uses	 qualitative	method.	 This	 approach,	 involves	 carrying	 out	 depth	 inter‐
views	with	respondents	aged	55	and	above	in	order	to	obtain	detailed	infor‐
mation	 about	 their	 experiences	 and	 beliefs	 in	 relation	 to	 ageism	 and	 em‐
ployment.	Respondents	varied	by	gender,	occupation,	marital	status,	educa‐








 Whether	women	 older	 than	 55	 years	 are	 losing	 their	 jobs	 easier	 in	
comparison	with	younger	age	groups	of	women?	
 Why	 are	 unemployed	 women	 over	 55	 years	 (when	 they	 lose	 their	
jobs)	longer	waiting	for	a	new	job	than	other	age	groups?	




 Why	 are	 unemployed	 women	 older	 than	 55	 years	 in	 Serbia	 rarely	
choose	to	start	up	 their	own	businesses	and	be	self‐	employed	than	
younger	age	groups	of	women?	
 Does	 it	 necessary	 to	 devote	 more	 attention	 to	 the	 problem	 of	 em‐
ployment	workers	in	this	age	group	(both	sexes),	taking	into	account	
the	continuous	trend	of	aging	population?	
 Does	 it	 necessary	 better	 networking	 among	 unemployed	 women,	









The	 interview	 schedule	 involves	 two	distinct	 stages,	which	 can	 be	 summa‐
rized	as	follows:	
	
 General	 Views	 on	 Ageism	 and	 Employment‐This	 stage	 involves	
exploring	general	views	of	respondents	as	to	whether	older	workers	
are	disadvantaged	in	seeking	and	maintaining	employment.	Are	there	
barriers	 to	 employment	 for	 older	workers,	 including	 employer	 atti‐
tudes	and	does	exist	an	age	and	especially	gender‐ageism	in	employ‐
ment	in	Serbia?		
 Legislation	and	government	 role	 to	 tackle	Ageism‐This	 explores	
respondents	views	of	 the	potential	effectiveness	of	 the	 legislation	 in	
































































































dundant	 more	 frequently	 in	 comparison	 with	 the	 women	 younger	 in	 age	
(Annex.	 Figure1).	 As	many	 as	 72%	 of	 respondents	 believe	 that	 the	 reason	





on	where	 the	 respondents	 perceived	 the	 discrimination	 concerning	 the	 55	
old	or	older	job	seekers.	Namely,	the	majority	of	respondents	(82%)	see	dis‐





ents	(4%)	see	discrimination	 in	 the	 less	 favourable	working	conditions	and	




nation	 is	more	 characteristic	 of	women	 in	 Serbia	 in	 comparison	with	men;	
nearly	all	 the	respondents	(96%)	stated	that	 it	 is	equally	present	with	both	
genders	in	the	analysed	group.	Very	significant	also	is	the	opinion	of	the	re‐
spondents	that	this	category	of	employees	is	not	really	ready	to	launch	their	





Around	12%	of	 respondents	 see	 the	 lack	 of	 adequate	 knowledge	 to	 start	 a	
business	as	a	major	obstacle,	and	10%	of	respondents	state	that	the	reason	is	
the	 insufficient	 support	of	 their	 families	and	 the	 lack	of	motivation	 (Annex.	
Figure	5).	As	regards	an	ageing	trend	in	the	population	in	Serbia	(according	
to	 the	 data	 reported	 by	 the	 Institute	 of	 Social	 Sciences,	 Central	 Serbia	 and	
Vojvodina	occupy	 the	 fourth	position	 in	 the	 list	of	 the	oldest	nations	 in	 the	
world,	with	a	median	age	of	40.7	years)		as	well	as	the	rise	of	the	pension	age	
limit,	 as	many	 as	 94%	of	 respondents	 insisted	 that	 our	 society	 should	 pay	
more	attention	to	the	employment	of	elderly	persons	(Annex.	Figure	6).	Also,	
around	 92%	 answers	 refer	 to	 the	 need	 for	 a	more	 efficient	 networking	 of	
women	that	includes	the	support	and	expert	aid	in	their	employment	(Annex.	
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The	 next	 section	 of	 the	 research	 discusses	 the	 role	 of	 the	 state	 and	 the	
measures	 it	has	 to	 take	as	 regards	helping	unemployed	persons	 in	 this	age	
group.	 The	 answers	 obtained	 mostly	 (48%)	 insist	 that	 solving	 the	 unem‐
ployment	problem	of	persons	between	55	and	64	years	of	age	requires	that	a	
more	 comprehensive	 campaign	 be	 organized	 and	 a	 larger	 number	 of	
measures	be	taken	(Annex.	Figure	8).	Primarily,	a	special	fund	should	be	es‐
tablished	 to	 finance	 the	 training	of	 these	persons,	and	 then	 it	 is	 the	 task	of	
the	state	to	ensure	more	flexible	work	conditions	(work	from	home,	a	more	
flexible	 working	 hours,	 etc.)	 and	 better	 ergonomic	 conditions	 that	 would	
have	a	favourable	impact	upon	the	employees’	health	(Annex.	Figure	9).	The	
respondents,	however,	are	not	 so	optimistic	when	 it	 comes	 to	 the	 issues	of	
discrimination	in	the	employment	of	the	workers	(of	both	genders)	in	Serbia	
in	the	near	future.	This	attitude	is	shared	by	as	many	as	72%	of	respondents	

























 94%	 of	 the	 respondents	 think	 that	 it	 is	 necessary	 that	 the	 society	
should	 pay	 much	 more	 attention	 to	 employment	 of	 persons	 older	
than	55.	
 92%	answers	 highlight	 the	 need	 for	 a	more	 efficient	 networking	 of	
unemployed	women	which	 includes	 support	and	expert	aid	 in	 their	
employment.	






unemployed	 persons	 (of	 both	 genders)	 in	 the	 period	 to	 come.	 The	
reason	is	the	lack	of	financial	means	as	well	as	a	poor	interest	in	this	
group	that	is	marginalized	in	the	society.	Simultaneously,	they	stress	
the	urgency	of	 resolving	 this	problem,	on	one	hand,	having	 in	mind	
that	the	population	of	Serbia	ranks	among	the	oldest	in	the	world	and	







ination	 in	 the	 field	 of	 work,	 i.e.,	 violating	 the	 equal	 opportunities	 for	 em‐
ployment	 or	 exercising	 the	 same	 rights	 in	 the	 domain	 of	 labour,	 under	 the	
same	circumstances,	 such	as	 the	right	 to	work,	 the	right	 to	a	 free	choice	of	
profession,	 the	 right	 to	 be	 promoted,	 the	 right	 to	 receive	 training	 and	 the	
professional	 rehabilitation,	 the	 right	 to	 equal	 compensation	 for	 the	 equal	
jobs,	to	rightful	and	satisfactory	working	conditions,	to	holidays,	to	education	
and	 to	membership	 in	unions,	as	well	as	 the	right	 to	 the	protection	against	
unemployment“	(article	14),	 it	 is	not	really	enforced	in	practice.	This	is	 fur‐
ther	proven	by	the	results	of	our	research	that	prove	that	discrimination	of	
55‐64	old	women	as	regards	their	employment,	reflected	in	the	low	demand	
for	 them	on	 the	 labour	market	 still	 exists.	 The	 research	has,	 however,	 also	
shown	that	men	in	the	same	age	group	analysed	are	discriminated	to	an	al‐
most	 equal	degree.	The	 selection	of	workers	belonging	 to	 this	 age	group	 is	
biased,	rather	 than	objective.	The	elderly	workers	are	primarily	considered	
to	 be	 less	 productive,	 lacking	 the	 appropriate	 knowledge,	 are	 slower	 in	
adopting	change	and	and	are	unwilling	to	improve	and	adjust	to	the	modern	
requirements	 of	 the	 job.	 Regardless	 of	 the	 fact	 that	 this	 category	 includes	
 AGE	DISCRIMINAITION	IN	EMPLOYMENT	OF	WOMEN	IN	SERBIA	͜	13 
mostly	 unskilled	workers	 or	workers	with	 low	 qualifications,	 our	 research	
has	shown	that	the	workers	are	ready	to	improve	and	learn,	but	need	an	ad‐
equate	 support.	 It	 is	 important	 that	 this	 support	 come	 from	both	 the	 state	
and	the	educational	institutions,	simultaneously.	Besides,	given	the	results	of	
this	research,	we	can	conclude	that	the	55‐64	year	old	unemployed	persons’	
motivation	 for	 self‐employment	 and	 starting	 up	 a	 new	 business	 is	 lacking.	
The	reasons	are	primarily	to	be	found	in	the	lack	of	the	training	programmes	
geared	to	this	age	group,	ones	that	would	help	them	acquire	entrepreneurial	
knowledge.	 This	 knowledge	 should	meet	 individual	 needs	 and	 desires,	 but	









processed	 so	 far.	 Hence,	 no	 wonder	 that	 a	 large	 number	 of	 unemployed	
workers	no	longer	search	for	jobs	or	that	their	expectations	that	the	issue	of	
unemployment	 of	 the	 people	 over	 the	 age	 55	 will	 be	 resolved	 timely	 de‐
creased.	 This	 attitude	 is	 further	 corroborated	 by	 the	 statistical	 data	 that	
show	 a	 constant	 falling	 trend	 of	 the	 unemployment	 rate,	 from	 41.4%	 to	
33.1%	in	the	2004‐2010	period	for	the	working	age	persons	(55	–	64	years	of	




crimination	 in	 the	 workplace	 and	 commit	 it	 to	 addressing	 women's	 and	
men's	 unemployment	 with	 equal	 vigour.	 Namely,	 despite	 the	 fact	 that	 the	
government	has	taken	measures	to	stimulate	the	employment	of	the	elderly	
people	 and	 subsidizes	 the	 employers	 that	 employ	 the	unemployed	persons	
from	this	age	group,	 the	desired	results	have	so	 far	not	been	achieved.	The	
fear	 that	 they	 will	 never	 be	 achieved	 has	 become	 even	 stronger	 since	 the	
government	decided	to	reduce	the	funds	meant	to	subsidies	employment	in	
2012	 to	 a	 half	 (the	 Confederation	 of	 Autonomous	 Trade	 Unions	 of	 Serbia,	
2012).	
	







decisions	 and	 establish	 penalties	 for	 employers	 who	 discriminate	 on	 the	
above	mentioned	basis.		
	
Similarly,	 the	employment	of	persons	older	 than	55	would	be	 considerably	





rate	 of	 their	working	 age	 activity,	 which	 has	 otherwise	 fell	 in	 the	 last	 five	
years	from	44.9	per	cent	to	37.7	per	cent	in	the	working	age	population	(55‐






We	expect	 that	 this	 research	 can	 trigger	 further	 empirical	 and	 research	 in‐
vestigations	and	better	 inform	policy	makers	 towards	 reducing	gender	and	
age	inequalities	in	the	labour	market.	It	should	also	make	an	impact	on	indi‐
viduals	 (55‐64	 )	 and	 their	need	 to	 take	responsibility	 themselves	 for	main‐
taining	and	enhancing	their	work	ability	and	employability	throughout	their	
entire	working	life.	The	expected	implications	can	be	related	to	government	
institutions	and	an	institutional	support,	particularly	 in	the	 field	of	 life‐long	
learning	and	career	development.	
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